This study conducts a survey on 1043 faculty member working for the Turkish state universities on the effect of the perception of organizational trust and organizational support on job quits and academic performances. We find that the perceptions of support and trust are significant variables in explaining intention to quit and individual performances. These results provide important findings for the university administrations to deal with these issues within the universities in which especially the employee turnover rate is very high. Multiple regression analysis shows that the effect of the organizational support has a significant effect on individual performance. Our results indicate that the perceptions of both organizational trust and organizational support have negative effect on intention to quit.
INTRODUCTION
The number of universities in Turkey has doubled to 168 within the last five years (www.yok.gov.tr). Due to this rapid increase in the number of universities, academicians especially in newly founded universities have faced more problems in their jobs and also the university administrations have been exposed to competitive pressures from other universities. Turkish state universities have found themselves in intense competition from other state and private universities. The application criteria to academic positions have been frequently revised and got complicated.
When the perception of trust and support is examined on the basis of organization, the concepts of trust and support have been playing vital roles for the academic achievements of the universities. The concepts of conducting a large survey on the state universities in Turkey, our study contributes to the literature by filling organizational trust and support have important recent *Corresponding author. E-mail: erat@gyte.edu.tr. Tel: 0532 522 62 93, 0262 605 12 91. research areas in the relevant literature. Thus, this important gap for Turkish higher education system. The main goal of this study is to empirically investigate the effects of the perception of organizational support and trust of academic staff on intention to quit or move on the other universities and individual performance of academicians.
This study examines the effects of perceptions of organizational trust and organizational support on individual performance and severance. The high participation rate makes the study more important and the study will be useful for researchers who will work in similar issues. Our results indicate that perceived organizational support decrease the intention to quit and improves individual performance. They also show that organizational trust in universities reduces academicians' incentives to move onto other institutions.
LITERATURE REVIEW
Concepts of trust and support have been among the important and controversial concepts in both the social and organizational relations. The sense of trust and support in organizations has received increasingly more attention in the literature because of their roles in the sustainability and efficiency of the activities within organizations which are essential for these organizations.
Empirical studies indicate that lack of trust in organizations and in organizational relations causes lower levels of organizational commitment, poorer human relations and organizational performance, which in turn reduce product quality and employee morale and raises absenteeism and turnover rate. Furthermore, feeling betrayed, employees would show destructive behavior such as theft and violence in the workplace. In such an environment while there would bee a lot of stress, the innovation and creativity would either be very little or not (Zemke, 2000) . Costigan et al. (1998) find that when employees' trust in their organizations increases, there will be a decrease in requests for severance of the employees.
Perception of organizational trust
Even though it is being easily understood by everyone, trust is difficult to explain and define by the researchers (Taylor, 1989) . Heimovics (1984) considers trust as the expectation of an individual about another person or group that will be self-sacrificing or useful. Trust can also be defined as a group or person's faith and commitment to moral values and their willingness to act accordingly (Carnavale and Wechsler; 1992; McAllister, 1995) .
Due to the large-scale social and economic changes in societies, a large number of researchers have emphasized the increasing importance of the trust phenomenon in contemporary organizations (Mayer at al., 1995; Six, 2005) . While Gilbert and Tang (1998) define the organizational trust as the confidence of employees on the employers' and administrators' honesty and compliance to the agreements, Zaheer at al. (1998) defines it as the degree of employees' confidence towards to their organizations. Trust; the basis of all relations, includes employees' tendency to accept the organization's practices (Tan and Lim, 2009 ) and focuses on institutions rather than individuals (Demircan and Ceylan, 2003) . Willingness of employees to accept organizational practices can be achieved by constantly informing employees on the implementation of the organization and keeping the communication channels open with them (Tan and Lim, 2009 ).
Trust does not occur within the organization by default, on the contrary it is established as a result of individual and collective learning processes. Trust is a direct result of interactions among participating actors in the process and can be considered as a basic need for fulfillment of the mutual expectations among participants (Lazaric, 2003) . Shaffer et al. (2001) define "organizational support", beyond monetary returns from the institution; leads employees to continue to work and be committed to the institution. Eisenberger et al. (1986) defines the organizational support as the employees' general confidence that their efforts are valued and their welfare is regarded by their employers. Furthermore, "perceived organizational support" is defined as the importance given to the employee's participation by the organization, perceptions of giving importance to the welfare of the staff and the feelings about the organization performing the voluntary activities that affect employees. Relevant theory suggests that employees with high perceptions of organizational support have more tendencies to behave in ways that benefits their organizations. In other words, high perceived organizational support raises the individual performance of employees (Chen et al., 2008) . The emotional commitment towards the institution will increase the efforts to achieve organizational goals by showing greater participation and employees' job performance (Eisenberger et al., 1986; Martin, 1995) .
Perception of organizational support

Intention to quit
"Intention to quit the job" can be briefly described as the tendency to quit the organization consciously and willingly (Tett and Meyer, 1993) . The intention to quit is the most important determining factor for quitting the job (Ajzen and Fishbein, 1980) . There is a common agreement that the intention to quit affects the organizational effectiveness. After describing the factors affecting the intention to quit, the researchers are able to estimate and explain the behavior of quit from work in advance. Also the managers are able to develop the measures to prevent the potential quit (Hwang and Kou, 2006) . Intention to quit is a preliminary indication of the absolute absenteeism and brings significant costs to organizations (Gül et al., 2008) . Özer and Günlük (2010) show that identifying and correcting the negative perceptions of the employees may be useful in minimizing the tendency to quit. Robbins et al. (2000) report that employees feeling that their organizations are supportive and more committed to themselves fulfill their roles in the jobs more and seek opportunities in other organizations less. Rusbelt et al. (1988) describe the intention to quit as the employees' destructive and active actions when they are unsatisfied with their job conditions.
Individual performance
The concept of individual performance is defined differently in different approaches. Performance is the degree of the person's and organizations' meeting their goals (Pugh, 1991) . Dictionary meaning of "performance" is the degree of capacity use. Performance is the output level as a result of an activity. This level indicates the degree of fulfillment of purpose or mission (Schermerhorn et al., 1985) . The concept of success and the concept of performance are generally used interchangeably. However, performance generally refers to meeting the goal; success indicates the degree of achievement of the goal with this effort. On the other hand, this study uses the concepts of success and of performance in the same sense.
Employee performance is important for the effectiveness, achievement and performance of each organization. In fact, some researchers such as Campbell et al. (1970) implies that performance is not only a result of the action but the activity itself. Campell et al. (1970) describes the performance as the appropriate behavior to the objectives of the organization that is measurable according to the level of contribution to organizational goals of the employer.
The effect of the perception of organizational trust on intention to quit
To establish the relationship based on trust in organizations, workers should trust on the management and on the organization as a whole, emotionally connected to their organizations, satisfied with their work and able to identify themselves within their organizations and not wanting to quit their organizations. To reach these positive results, the factors affecting the employees' trust to the leaders and organizations should be understood (Demircan and Ceylan, 2003) . The higher the organizational trust, the less the desire and intention to quit (Costigan et al., 1998) . Cunningham and MacGregor (2000: 1586) report that there is a direct relation between the organizational trust and both job satisfaction and intention to quit. Brashear et al. (2003) state that trust has a direct relationship with satisfaction and an indirect relation with intention to quit. Carbery et al. (2003) find that the job satisfaction is a major factor affecting the intention to quit for workers in hotel enterprises. The following hypotheses are developed according to these conclusions.
H 1 : The perception of trust in an organization has a negative effect on intention to quit. H 2 : The perception of trust in supervisor has a negative effect on intention to quit.
The effect of the perception of organizational trust on individual performance
Trust in an organization can be achieved by controlling the uncertainty and complexity of relationships among the Erat et al. 8855 employees, because trust keeps the individual away from undesirable behaviors, improves performance by creating professional and organizational commitment (Kırel, 2007) . Trust level in the relationship between employees and supervisors in organizations affect the workers' interpretation of the organizational goals and organizational performances (Kling, 2004) . Highly motivated workers in organizations with a high level of trust lead to a huge performance increase in the entire organization. In the environment of low levels of trust, even though there are the individual efforts but they are ineffective in raising the overall performance (Velez, 2006) .
Employees' having a high degree of trust on each other and themselves contributes the formation of an organizational atmosphere that has a positive effect on employees' working conditions. This improves business management in the sense that both facilitates the decision-making processes and the applications and also enhances the employees' performances. The productivity of the employees who work in a secure environment and reach a certain amount of satisfaction in work in psychological manner is expected to increase (Asunakutlu, 2002) . Joseph and Winston (2005) also indicate that if the top management values performance of workers is high, this raises the level of trust among employees in organizations (Joseph and Winston, 2005) . High trust level leads to the emergence of positive results such as higher cooperation rate for the organization, development of organizational citizenship behavior and the increase in performance (Dirks and Ferrin, 2001 ). The following hypotheses are developed according to these conclusions. The effect of the perception of organizational support on intention to quit "Perceived organizational support" can be described as whether workers consider their jobs secure and their institution backs them. Workers who felt the support of the organization with them commit themselves to their work more closely and never contemplate to quit (Özdevecioğlu, 2003) .
The organizations with the perception of high-support of the employees become more attractive for the employees and the probability of intention to quit decreases because the employees do not look for alternative jobs (Cropanzona et al., 1997; Allen, 2003; Yıldız, 2008) . Empirical studies (Grandey, 1997; Randall et al., 1999) report that high perceived organizational support by the employees and the intention to quit are In other words, employees tend to stay with the company when they think they are given adequate pay rises. Otherwise, they search for new opportunities to move on for other alternatives. The employees with perception of high degree of support show more commitment and loyalty to their organization and become more ambitious in helping to achieve the objectives of the organization. Consequently, the severance from the organization would decrease. When the relationship between perceived administrative support and intention to quit is examined, the administrative support reduces the tendency to quit jobs voluntarily by increasing the organizational support (Eisenberger, 2002) . Furthermore, Malatesta and Tetrick (1996) argue that when the administrative support is low while the employees continue to perform regular job responsibilities, they reduce their interactions with the manager to minimum. However, decreasing administrative support through reducing the organizational commitment has negative implication for the future of the employees. Therefore we propose the following hypothesis:
H 5 : The perception of organizational support has negative effect on intention to quit.
The effect of the perception of organizational support on individual performance
Perceived organizational support can be detected by looking at various policies, practices and behaviors within organizations. Employee's response to this support with more loyalty and higher performance (Kraimer and Wayne, 2004) . Organizational trust provides positive outputs for the organization and the employees directly and indirectly (Polat, 2010) . Top management support also refers to the top manager's socio-emotional interest to his employees. Top management support facilitates more cooperative working environment, friendship, mutual trust and psychological support. The level of top management support is effective on the motivation, job satisfaction and performance of subordinates (Yoon et al., 2004) .
Without high levels of perceptions of organizational support, workers perform neither their required duties nor the duties outside of their roles. Therefore, this reduces workers' performances (Jansen, 2005) . Numerous studies (Cropanzano, 1999; Bishop, 2000; Kraimer and Wayne, 2004; Burke, 2003; Grandey, 1997; Allen, 2003; LaMastro, 2003) show that perceived organizational support raises the performance of the workers. The discussions so far suggest the following hypotheses: H 6 : The perception of organizational support has positive effect on individual performance.
RESEARCH METHODOLOGY
Research model
Figure 1 shows our theoretical model in which we outline our approach to the relationships among Trust in organization, Trust in supervisor, Organizational Support, Intention to quit and Individual performance.
Data collection methods and sample structure
The academic staffs (lecturers, teaching and research assistants) in Turkish state universities are included in this study. The questionnaire sample is emailed to 6109 academic staff and answers are collected through our website. 892 of the e-mail messages are returned due to the incomplete addresses or server problems. Out of 5217 academic staff, 1043 academic staff responded to our questionnaire. This sampling method is preferred by some researchers to achieve homogeneity (Calder et al., 1981) . Web-based surveys, in case of a well determination of the population, have a screening function which directly represents the problem by bringing relevant subjects together (Corbitt et al., 2003) . The return rate of 20% for our study can be considered as sufficient for e-mail surveys (Schonlau et al., 2002) . The return rate of webbased surveys is relatively lower than that of other types of surveys (Sax et al., 2003) . Table 1 below reports demographic characteristics of survey respondents. In total, 1043 academic staff participated in the survey and participation rate of the faculty members (Professor, Associate Professor., Assistance Professor) is 42% in the sample, participation rate of the teaching/research assistants is 52%. 62.1% of the respondents are male (648 people), 37.9% are female (395 people). Faculty members make up 42% of the respondents, 3% of professors (34 people), 7% of Associate Professors (78 people) and 31% of Assistance Professors (324 people). The assistants make up 52% of the respondent, 24% of research assistants (252 persons), and 21% of teaching assistant (222 persons), 3% of the instructors (31 persons), 4% of expert (41 person) and a group of 6% (61 persons) did not specify their positions.
Scales, factor analysis and reliability of the scales
We use the scales whose validity and reliability have been thoroughly tested in different studies in the empirical literature. As a measure of the perception of organizational trust, the scale developed by Nyhan and Marlowe (1997) is used with eight-item scale of perception of supervisor trust and four-item scale of perception of organization trust. As the scale of perception of organizational support, the eight-item scale developed by Eisenberger (2002) is used. While individual performance scale developed by Kirkman and Rosen (1999) consists of six questions, as the scale of intention to quit, the five-item scale developed by Commann et al. (1979) and Bluedorn (1982) is used. All the variables used consist of the 5-point Likert-type questions. In the scales, 1 refers to "strongly disagree" and 5 refers to "strongly agree". SPSS software is used to determine the structure of the factors, to examine the relationship among variables and to test the hypotheses.
Since the scales were used with a new sample, seven items of organizational support, five items of supervisor trust, five items of individual performance, three items of intention to quit and three items of organizational trust were submitted to exploratory factor analysis. The best fit of data was obtained with a factor analysis with a varimax rotation and screen pilot indicated that five factors should be retained. The factor loadings of all scale items are displayed in Table 2 . Table 3 reports some summary statistics such as mean, standard deviation and Cronbach's alpha values of the variables used in correlation analysis. Correlation coefficients indicate that while individual performance has a statistically significant and positive correlation with organizational support, intention to quit has negative and significant relationship with all of three variables. Reliability coefficients of the variables are determined 0.97, 0.87, 0.94, 0.83 and 0.70 respectively. Cronbach's alpha values are over the expected value of 0.60 (Nunnally, 1978) . The questions can be considered as reliable.
RESULTS
Relationship analysis of variables and hypothesis testing
Two regression models have been utilized to test the aforementioned hypotheses. Trust in supervisor, trust in organization and organizational support variables are taken as independent variables in both models. Intention to quit in Model 1 and Individual performance in Model 2 are the dependent variables. Statistically significant F statistics indicate that our models are significant as a whole (Table 4) .
In Model 1, three of the variables namely trust in organization, trust in supervisor, and organizational support statistically significant and negative effects intention to quit (β =-0.365, P<0.01; β =-0.133, P<0.01; β =-0.134, P<0.01). These results state that higher the trust in organization and supervisor, and the more perceived organizational support the lower probability to quit and move on the other universities. Hypotheses H 1 , H 2 , and H 5 are accepted.
In Model 2, a significant and positive coefficient on organizational support implies that a high perceived organizational support affects raises individual performance (β =0.118, P<0.01). Trust in supervisor and trust in organization variables have no significant effects on individual performance. Therefore, hypotheses H 3 and H 4 cannot be accepted, hypothesis H 6 is validated by our estimates. Table 5 summarizes the multiple regression analysis with hypothesis testing results.
CONCLUSIONS AND RECOMMENDATIONS
This study examines the effects of perceptions of organizational trust and organizational support on individual performance and intention to quit an institution. 
Hypothesis
Accept/reject H1: The perception of trust in an organization has a negative effect on intention to quit. Accept H2: The perception of trust in supervisor has a negative effect on intention to quit. Accept H3: The perception of trust in organization has positive effect on individual performance. Reject H4: The perception of trust in supervisor has positive effect on individual performance. Reject H5: The perception of organizational support has negative effect on intention to quit. Accept H6: The perception of organizational support has positive effect on individual performance. Accept
The study shows that organizational trust and organizational support has negative effect on intention to quit (β=-0.365, P<0.01; β=-0.134, P<0.01). These results were supported by those of previous studies done by other researchers (Aryee et al., 2002; Thomas et al., 2009; Cropanzano et al., 1997; Eisenberger, 2002; Allen, 2003; Hui et al., 2007; Tumwesigye, 2010) . As research results show that organizational trust has positive effect on individual performance. This result was supported by Büte (2011) and Rahmatoulah at al. (2011) . The results show that organizational support has positive effect on individual performance (β =0.118, P<0.01). This result was supported by Rhoades and Eisenberger (2002) . This study first examines the relationships of perception of organizational trust with individual performance and intention to quit and then the relationships of perception of organizational support with individual performance and intention to quit. Our regression models lend significant support for the earlier proposed hypotheses, which is consistent with many different studies in the literature. The following conclusions can be deduced from academicians in Turkish state universities; while the perceptions of trust in organization and in supervisor do not have any effect on individual performances, organizational support promotes academicians performance. One of the most striking results of this study is that neither the perception of trust in supervisor nor perceptions of trust in organization have any effects on the individual performance of academicians. Moreover, the perception of organizational support trusts in organization and in supervisor have significant and negative effects on intention to switch to other higher education institutions.
This study is limited by the sample of government universities. Future studies the sample could be enlarged by adding the private universities. Secondly, this study could be done within the different regions. Occupational commitment and organizational stress variable could be added to the study for future research.
